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Code Posting/Information Nil FLA Principle of Monitoring, Obligation of 
Companies: Establish and articulate clear, written 
workplace standards.  Formally convey those standards 
to Company factories as well as to licensees, contractors 
and suppliers. 
There was not an effective 
noncompliance reporting channel for 
employees to contact Nordstrom and 
Eddie Bauer.
Verified via on-site observation:  
1. The posted Nordstrom code 
only lists contact channel 
information in English, but not in 
local language of employees.
2. No contact channel provided 
on Eddie Bauer posted code. 
Factory advised to ensure that 
workers have an open line of 
communication within the factory to 
communicate their questions and/or 
concerns without retribution. A 
suggestion box also recommended.   
Nordstrom's agent also provides 
advice to workers during interviews 
as to how to contact either 
Nordstrom or agent in the event that 
they have concerns. Eddie Bauer will 
provide factory with contact 
information to include on its code 
poster for workers to report any 
concerns.
12/15/2005 [Factory name] had established a 
communication channel between top 
management and employees 14 
December 2005. Suggestion boxes 
used to collect employees’ 
suggestions and complaints. All 
suggestions and complaints would be 
collected by manager weekly and 
meetings would be held to discuss 
the issues to seek for solutions with 
the workers.
11/28/2005: Compliance 
staff visit to factory to 
review remediation plan.  
Factory asked to provide 
short-term and long-term 
plan for improvement.  
12/30/2005: Factory 
short-term plan 
received.
Pending re-audit 
for verification.  
Re-audit to 
occur after 
Chinese New 
Year
4/11/2006 PC Visit: EB Code of 
Conduct poster with confidential 
complaint channel in Chinese 
posted on work floor. Nordstrom's 
Code of Conduct contact info in 
English only. Factory suggestion 
boxes: workers suggestions and 
complaints properly documented.
Employment Records PRC Labor Law Article 16, A labor contract shall 
be concluded where a labor relationship is to be 
established.
Employers will maintain sufficient hiring and employment 
records to demonstrate and verify compliance with this 
code provision.
6 employees did not sign valid labor 
contract with factory since their old 
contracts expired in September.
Confirmed by both management 
interview and worker interview. 
Factory advised that according to 
PRC Labor Law Article 16, A labor 
contract shall be concluded where a 
labor relationship is to be 
established. Please ensure that all 
workers have current and signed 
labor contracts within 30 days of 
hiring.
12/15/2005 [Factory name] had renewed all the 
labor contracts on 14 December 
2005.
11/28/2005: Compliance 
staff visit to factory to 
review remediation plan.  
Factory asked to provide 
short-term and long-term 
plan for improvement.  
12/30/2005: Factory 
short-term plan 
received.
Completed 4-11-2006 PC Visit: Labor 
contracts duly signed within 10 
working days for all new workers.
Legal compliance for juvenile 
workers
Regulations for the Special Protection of Juvenile 
Employees (Document No. 498, 1994) Article 9, 
Employment of teenager labor should be under 
registration. (1) Employer who recruits and hires 
juvenile employees, in addition to complying with 
general employment requirements, must also 
undertake registration procedure with local labor 
administration department at or above county 
level. Labor administration department will then 
issue ‘Registration Certificate for Juvenile 
Employees’ and ‘Registration Form for Juvenile 
Employees’. (2) Juvenile employees must first 
secure ‘Registration Certification for Juvenile 
Employees’ before beginning to work for an 
employer. (3) All ‘Registration Certificate for 
Juvenile Employees’ should be printed by Labor 
Administrative Department of State Council.
Employers will comply with applicable laws that apply to 
young workers, i.e., those between the minimum working 
age and the age of 18, including regulations relating to 
hiring, working conditions, types of work, hours of work, 
proof of age documentation, and overtime.
The factory did not obtain young 
worker registration permit for the 68 
young workers in the factory.
Confirmed by management 
interview. 
Factory advised that employers 
should comply with applicable laws 
that apply to young workers, i.e., 
those between the minimum working 
age and the age of 18, including 
regulations relating to hiring, working 
conditions, types of work, hours of 
work, proof of age documentation, 
and overtime as per China Labor Law 
and Nordstrom standard. Factory 
requested to obtain the pertinent 
registration permit.  
12/15/2005 [Factory name] had established new 
Young Labor policy which clearly 
stated hiring process of young labor 
and their work instructions on 15 
December 2005. All young workers 
would receive free health check and 
registration from Labor Department. 
Furthermore, all new young workers 
should provide their parent 
agreements before factory employs 
them since 15 December 2005. 
Special training for young workers 
would be provided to all young 
workers before they start to work.
11/28/2005: Compliance 
staff visit to factory to 
review remediation plan.  
Factory asked to provide 
short-term and long-term 
plan for improvement.  
12/30/2005: Factory 
short-term plan 
received.
Completed 4-11-2006 PC Visit: Hiring policy 
clearly indicates legal requirements 
on hiring of young workers. Health 
check and registration of young 
workers properly documented. 
Parent agreements kept on file.  
Orientation provided to young 
workers.
Updates (Cite Date of Follow Up) Company Audit by Third-Party Monitor Company Verification Follow Up
FLA Audit Profile
China
08021548D
SGS-CSTC Standard Technical Services Co., Ltd.
Leather Garments 
Material, Hand Cutting, Sewing, Ironing, Packaging
October 24 - 27, 2005
Nordstrom, Eddie Bauer 
710
2. Forced Labor 
There will not be any use of forced labor, whether in the form of prison labor, indentured labor, bonded labor or otherwise.
RemediationIEM Findings
1. Code Awareness
3. Child Labor
No person will be employed at an age younger than 15 (or 14 where the law of the country of manufacture allows) or younger than the age for 
completing compulsory education in the country of manufacture where such age is higher than 15.
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Evacuation Procedure Fire Prevention Law of the People's Republic of 
China, Article 16, Key units for fire prevention 
safety should, in addition to performance of the 
responsibilities prescribed in Article 14 of this 
Law, fulfill the following fire prevention safety 
responsibilities: … Formulating contingency plans 
for fire fighting and emergency evacuation, and 
organizing fire fighting exercises at regular 
intervals.
All applicable legally required or recommended elements 
of safe evacuation (such as posting of evacuation plans, 
unblocked aisles/exits, employee education, evacuation 
procedures, etc.) shall be complied with and workers 
shall be trained in proper safety, first aid, and evacuation 
procedures.
No evacuation drill was conducted in 
dormitory.
Confirmed by management and 
worker's interview. 
Factory advised that all applicable 
legally required or recommended 
elements of safe evacuation (such as 
posting of evacuation plans, 
unblocked aisles/exits, employee 
education, evacuation procedures, 
etc.) shall be complied with and 
workers shall be trained in proper 
safety, first aid, and evacuation 
procedures. Factory requested to 
conduct an evacuation drill in the 
dormitory within next 6 months.
5/1/2006 [Factory name] had reformed the 
EH&S Committee on 15 December 
2005. The new committee had first 
meeting on 16 December 2005 to 
plan future activities for 2006. All the 
details had been documented and 
managed.
11/28/2005: Compliance 
staff visit to factory to 
review remediation plan.  
Factory asked to provide 
short-term and long-term 
plan for improvement.  
12/30/2005: Factory 
short-term plan 
received.
Completed 4-11-2006 PC visit:  Fire drill in 
dormitory conducted in November 
2005 with documentation. EH&S 
Committee meeting minutes 
reviewed. Last meeting held on 
1/16/2006.
Chemical Management Code of Safety and Health in Factory, Article 60 
Toxic and dangerous substances should be stored 
up in special places separately and should be 
kept under strict control.
All chemicals and hazardous substances should be 
properly labeled and stored in accordance with 
applicable laws. Workers should receive training, 
appropriate to their job responsibilities, in the safe use of 
chemicals and other hazardous substances.
2 glue containers found kept open 
without lids while not in use. 
Confirmed by management. Factory advised that all chemicals 
and hazardous substances should be 
properly labeled and stored in 
accordance with applicable laws. 
Workers should receive training, 
appropriate to their job 
responsibilities, in the safe use of 
chemicals and other hazardous 
substances.
12/15/2005 [Factory name] had reformed the 
EH&S Committee on 15 December 
2005. The new committee had first 
meeting on 16 December 2005 to 
plan future activities for 2006. All the 
details had been documented and 
managed.
11/28/2005: Compliance 
staff visit to factory to 
review remediation plan.  
Factory asked to provide 
short-term and long-term 
plan for improvement.  
12/30/2005: Factory 
short-term plan 
received.
Completed Glue containers are properly 
closed with lids.
Other Nil. Factory was operated 
based on relevant local 
laws and client code, 
but no formal ESH 
management system 
established in the 
factory.
Confirmed by management 
interview. 
Factory to ensure that factory has 
established and maintained policies 
regarding Health & Safety 
requirements.
12/15/2005 [Factory name] had reformed the 
EH&S Committee on 15 December 
2005. The new committee had first 
meeting on 16 December 2005 to 
plan future activities for 2006. All the 
details had been documented and 
managed.
11/28/2005: Compliance 
staff visit to factory to 
review remediation plan.  
Factory asked to provide 
short-term and long-term 
plan for improvement.  
12/30/2005: Factory 
short-term plan 
received.
Pending reaudit 
for verification.  
Reaudit to occur 
after Chinese 
New Year.
Monthly meeting held by EHS 
committee. Meeting minutes 
reviewed. Last meeting on 1-16-
2006.
Completed 8-16-2006 re-audit of factory 
by third-party monitor. 
Verified that Health and 
Safety Committee and EH&S 
management system in 
place. PCs will continue to 
follow up to assess the 
functionality of committee. 
Every employee will be treated with respect and dignity.  No employee will be subject to any physical, sexual, psychological or verbal 
harassment of abuse.
No person will be subject to any discrimination in employment, including hiring, salary, benefits, advancement, discipline, termination or 
retirement, on the basis of gender, race, religion, age, disability, sexual orientation, nationality, political opinion, or social or ethnic origin.
Employers will provide a safe and healthy working environment to prevent accidents and injury to health arising out of, linked with, or occurring 
in the course of work or as a result of the operation of employer facilities.
7. Freedom of Association and Collective Bargaining
FLA Comment:  The Chinese constitution guarantees Freedom of Association; however, the Trade Union Act 
prevents the establishment of trade unions independent of the sole official trade union – the All China 
Federation of Trade Unions (ACFTU).  According to the ILO, many provisions of the Trade Union Act are 
contrary to the fundamental principles of freedom of association, including the non-recognition of the right to 
strike.  As a consequence, all factories in China fall short of the ILO standards on the right to organize and 
bargain collectively.  Recently, however, the government has introduced new regulations that could improve 
the functioning of the labor relations mechanisms. The Amended Trade Union Act of October 2001 does 
stipulate that union committees have to be democratically elected at members’ assemblies and trade unions 
must be accountable to their members.  The trade union has the responsibility to consult with management 
on key issues of importance to their members and to sign collective agreements. It also grants the trade 
union an enhanced role in dispute resolution. In December 2003,the Collective Contracts Decree introduced 
the obligation for representative trade unions and employers to negotiate collective agreements, in contrast 
to the previous system of non-negotiated administrative agreements.
4. Harassment or Abuse
5. Nondiscrimination
6. Health and Safety
Employers will recognize and respect the right of employees to freedom of association and collective bargaining.
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Time Recording System Nil Time worked by all employees, regardless of 
compensation system, will be documented by time cards 
or other accurate and reliable recording systems such as 
electronic swipe cards.
Based on production records found in 
workshop, 76 workers took additional 
3 hours overtime on 25 October 2005, 
but their swipe cards of working time 
records did not show those working 
hours.
Confirmed by management 
interview, they said they will take 
further checking. 
Factory advised to ensure that time 
worked by all employees, regardless 
of compensation system, will be 
documented by time cards or other 
accurate and reliable recording 
systems such as electronic swipe 
cards.
12/15/2005 11/28/2005: Compliance 
staff visit to factory to 
review remediation plan.  
Factory asked to provide 
short-term and long-term 
plan for improvement.  
12/30/2005: Factory 
short-term plan 
received.
Pending re-audit 
for verification.  
Re-audit to 
occur after 
Chinese New 
Year.
4-11-2006 PC Visit: Time records 
for audited period (December 2005 
to February 2006) do not have any 
OT hours due to low season.  
Workers' testimonies and 
confirmation by line supervisors 
disclosed non-recorded OT hours 
worked in April. Factory 
management confirmed.
8-16-2006 re-audit of factory 
by third-party monitor: No 
progress on this issue.  
Inconsistencies identified 
between time cards and 
production records regarding 
rest day work. 
Given persistent noncompliance, in September, the 
2 PCs began joint discussions exploring the 
possibility of factory engaging in capacity building 
program. However, PCs then informed that 
[Factory name] would be closed by November and 
vendor would be opening 2 new factories in 
separate locations. PCs' priorities were therefore 
2-fold: to monitor [Factory name] closure for 
compliance with legal requirements as well as to 
encourage vendor to establish better management 
systems in 2 new factories from the outset. An 
audit of closed factory took place on 11-10-2006 
to verify that factory had indeed complied with 
legal requirements (such as concerning notification 
and compensation). Vendor also agreed to hire a 
labor compliance consultancy to provide 2 new 
factories with technical assistance in establishing 
sound management systems to enforce 
compliance. 
OT Compensation PRC Labor Law, Article 48, Wages paid to 
laborers by the employing unit shall not be lower 
than the local standards on minimum wages.
The factory shall comply with applicable law for premium 
rates for overtime compensation.
It was found that overtime basic 
calculated rate was RMB 3.21/hour in 
August 2005, lower than legal 
minimum wage standard: RMB 
3.53/hour. I.e. overtime wage was 
calculated at rate of 150%, 200% and 
300% of base wage (3.21%/hour) for 
workers’ overtime work on normal 
days, rest days and statutory holidays 
respectively. Remark: Overtime 
payment of other months were in 
compliance with legal requirements.
Confirmed by management 
interview. 
Factory advised that they shall 
comply with applicable law for 
premium rates for overtime 
compensation at all times.
12/15/2005 [Factory name] re-established  
Wages Policy 14 December 2005:                                            
a) Minimum wage: ensure all workers 
receive no less than legal local 
minimum wage (current standard: 
RMB 590/month)              b) OT 
wages: 150%, 200% and 300% of 
normal rate for overtime on normal 
workdays, rest days and official 
public holidays respectively.
11/28/2005: Compliance 
staff visit to factory to
review remediation plan.  
Factory asked to provide 
short-term and long-term 
plan for improvement.  
12/30/2005: Factory 
short-term plan 
received.
Completed Overtime pay policy in accordance 
with labor law posted on work 
floor. Factory payroll officers and 
workers well aware of legal OT 
compensation. Audited period is 
low season and therefore no OT 
hours performed.
10. Overtime Compensation
Miscellaneous
8. Wages and Benefits
Employers recognize that wages are essential to meeting employees’ basic needs. Employers will pay employees, as a base, at least the 
minimum wage required by local law or the prevailing industry wage, whichever is higher, and will provide legally mandated benefits.
Except in extraordinary business circumstances, employees will (i) not be required to work more than the lesser of (a) 48 hours per week and 
12 hours overtime or (b) the limits on regular and overtime hours allowed by the law of the country of manufacture or, where the laws of such 
country will not limit the hours of work, the regular work week in such country plus 12 hours overtime; and (ii) be entitled to at least one day off 
in every seven day period.
In addition to their compensation for regular hours of work, employees will be compensated for overtime hours at such premium rate as is 
legally required in the country of manufacture or, in those countries where such laws will not exist, at a rate at least equal to their regular 
hourly compensation rate.
9. Hours of Work
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